It was hypothesized that the manager (self) would choose compromise and tone down differences as relation-oriented manager, and forcing and consulting others as task-related manager to resolve conflicts with subordinates on job-related matters. It was also expected that the manager (as immediate superior) would opt for confrontation for resolving conflicts. The study failed to support the hypothesis and revealed that managerial leadership behaviour alone was not enough and that there were other factors which should be considered for effective leadership.
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Quality of leadership either makes or mars the organization. There is no dearth of studies in the area of leadership behaviour; they have confused rather than clarifying the issue. To quote Butterfield (1968) , the field of leadership is "a literature filled with unending variety of approaches and findings...." Analysis of leadership constructs, in terms of integrating two or more approaches empirically, has never been done till recently. A headway has been made of late to assess the conceptual similarities and differences between leadership approaches at the construct level (Schresheim and Stogdill, 1975; Sayeed and Mathur, in press) and at the level where leadership behaviour affects some dependent variables (Yunker and Hunt 1976) . Bowers and Seashore (1966) attempted to consolidate various studies on leadership, including the studies of Michigan and Ohio state universities. They suggested that leadership was a behavioural phenomenon between the leader and his followers and that the leader's effectiveness was not only a function of his own leadership behaviour, but also the behaviour of his work group members, which they called managerial leadership behaviour and peer leadership behaviour respectively. In brief. Bowers and Seashore theoretically isolated four major dimensions: support, goal emphasis, work facilitation, and interaction facilitation both for the leader and the members of his group. They proposed that a successful leader builds an effective team oriented to work as a unit to achieve group goals through his relation-oriented behaviour, i.e., support and interaction facilitation.
Vikalpa, Vol. 5. No. 4. October 1980 and task-oriented behaviour, i.e., goal emphasis and work facilitation.
Besides this, very little has been done in the context of superior-subordinate conflicts in a leadership framework. Theoretically, Blake and Mouton (1964) suggested five methods of resolving conflicts, yet they never analysed conflict management methods empirically in the context of work groups comprising superior and subordinates attempting to influence each other reciprocally. Much more relevant seems to be Reddin's approach (1970) , who, again theoretically, suggested eight methods of resolving conflicts for eight managerial styles on his three dimensional model of leadership. Burke (1969) in an empirical framework investigated five methods of resolving conflicts proposed by Blake and Mouton (1964) in the context of superior and subordinate relationship in two major areas: making constructive use of differences and disagreements and planning job targets and evaluating accomplishments. It was found that confrontation was positively related to both these areas while the use of smoothing was inconsistent The use of withdrawal, forcing, and'compromise were not related to these areas. Renwick (1975a Renwick ( , 1975b found similar perceptions in superiors and subordinates in the use of strategies for managing conflicts between them.
The present study is intended to find out the relationship between leadership behaviour of the manager and strategies adopted in resolving conflicts. This study also investigates how the subordinate manager's leadership behaviour and peer leadership behaviour are related to perceived conflict management strategies adopted by the managers at the peer's level and the managers immediately superior to them. The present study examines these issues with a Four Factor Theory Questionnaire framework, which has equivalent managerial and peer leadership dimensions.
Method
Sample The data were collected from 86 middle level executives who were undergoing a short-term executive development programme. The respondents belonged to public and private sectors and represented a wide range of industries. Fifty-nine managers belonged to public sector organizations and 27 to private sector organizations. The overall response rate was estimated at 93 per cent. The age of the respondents ranged from 25 to 45 years with a mean of 35 years. The minimum educational level of the respondents was either graduation in arts or engineering. They had put in 5 to 15 years of work in their respective organizations.
Measures A battery of questionnaires consisting of conflict management scales (Sayeed and Mathur, in press) and managerial leadership and peer leadership scales developed by Bowers and Seashore (1966) were used.
Conflict Management Scale (Manager-Self) This scale consists of eight methods which were thoroughly checked for face validity and relevance to the organizational context. The operational definitions of the various methods are partly based on Blake and Mouton's (1964) styles of conflict management, which are as follows:
Avoiding arguments Avoid arguments, take no responsibility, and try not to get involved.
Following rules Follow rules and regulations strictly to gain more time in order to be fair.
Accommodating others Allow others' points of view to accommodate others.
Consulting others Discuss only to take others' points of view on conflicting issues to give his decision finally.
Toning down differences Tone down the differences and emphasize common interests to maintain good relations.
Forcing Use power, position, or knowledge to force acceptance of his own point of view.
Compromising Search for an intermediate solution where both parties give or take equally to strike a compromise.
Confrontation Bring the problem into open.
analyse the issues, share information, and cooperate with each other with a commitment to resolving the conflict even if feelings are hurt in the process. The respondents were asked to indicate on a five-point scale ranging from "never applied" to "always applied" methods they would like to use to resolve differences and disagreements with their subordinates on j ob related matters.
Conflict Management Scale (Manager's Immediate Superior) This part of the questionnaire, though similar to the one referred to above in its contents and scaling methods, differs in that the same respondents were asked to indicate the preferences of conflict management methods as used by their immediate superiors.
Managerial Leadership and Peer Leadership Scale As indicated earlier, leadership is a function of both the supervisor and the group he leads. Bowers and Seashore (1966) designed an instrument to measure the behaviour of the leader and the behaviour of the group on four dimensions defined below:
Support Behaviour that enhances someone else's feeling of personal worth and importance.
Interaction facilitation Behaviour that encourages members of the group to develop close mutually satisfying relationship.
Goal emphasis Behaviour that stimulates enthusiasm for meeting the group goal or achieving excellent performance.
Work facilitation Behaviour that helps goal attainment by such activities as scheduling, coordinating, planning, and by providing resources such as tools, materials, and technical knowledge.
There are 24 items in this scale; 13 items measure managerial leadership behaviour and 11 items measure peer leadership behaviour. The respondents were asked to describe their own leadership behaviour on the job and also the leadership behaviour of the members of their work group separately. All the items were rated on a fivepoint scale ranging from "very little extent" to "very great extent." Table 1 reports relevant managerial leadership dimensions which indicate some significant relationships with conflict management strategies. Multiple regression analysis was performed taking relationship orientation and task orientation dimensions as independent variables. In all, 16 regression equations were computed, of which only the significant regression coefficients and multiple correlations are reported.
An analysis of the conflict management strategies revealed that forcing was well predicted by support dimension, the regression coefficient being 0.16 (p<.05), multiple correlation being 0.25, significant at 10 per cent level of confidence. The rest of the conflict management strategies failed to show any relationship with support and interaction facilitation. The task orientation dimension comprising goal emphasis and work facilitation showed a strong relationship with accommodating others, the multiple regression being 0.30, (p < .05). However, it is interesting to note that goal emphasis had negative relationship while work facilitation had positive relationship with accommodating others. Table 2 reports similar findings for the relationship orientation dimension in the context of superior managers. In other words, data have been obtained from the same managers who have answered questions concerning their managerial leadership behaviour. The difference is in perceiving conflict management strategies from their immediate superior's point of view. In this analysis, interfaces between subordinate manager's leadership behaviour and superior manager's options for conflict management stratagies have been focused upon.
A detailed analysis of the regression equations of relationship orientation and task orientation dimensions fitted against eight conflict management strategies separately showed interesting findings. Surprisingly, the task orientation dimension failed to indicate significant relationship with conflict management strategies. However, relationship orientation dimensions showed Vol. 5. No. 4. October 1980 relationship with accommodating others. As seen from the results, support showed negative significant relationship, while interaction facilitation yielded a positive weight, but not significant at 5 per cent level. The multiple correlation was found to be 0.28, significant well beyond 5 per cent level. Table 3 presents multiple regression analysis between peer leadership dimensions and conflict management strategies adopted by the manager himself. The peer leadership behaviour refers to group orientation as a whole whether it is compatible facilitative or incompatible non-facilitative with managerial style of leadership. By analogy, peer leadership influences are supposed to provide congenial conditions for certain leadership styles to be functionally effective. Thus, within this background, an analysis of peer leadership influences as perceived by the manager himself and his conflict management strategies has some meaning.
From a close analysis of the table, it is apparent that there are many significant relationships. As a whole, peer relationship oriented behaviour predicted follow rules, accommodating others, tone down differences, and compromise. Although the magnitude of multiple correlations indicated a best fit between the relationship orientation and conflict management strategies, only support with tone down differences was positive and significant. With regard to the task orientation dimension (goal emphasis and work facilitation) only one multiple correlation was significant with follow rules, while work facilitation had positive significant relationship with tone down differences. Table 4 reports multiple regression analysis between the peer leadership dimension and conflict management strategies adopted by superiors as perceived by subordinate managers. Relationship oriented dimensions had overall best fit with compromise and confrontation. However, none of the dimensions of relationship oriented behaviour showed significant regression coefficients. The case was a bit different with the task orientation dimension. In so far as best fit between task orientation and conflict management strategies was concerned, three conflict resolution strategies seemed to have been influenced by work facilitation. In essence, work facilitation showed significant positive association with accommodating others, compromise, and confrontation.
Discussion
The findings of the present study are complex to some extent and, therefore, deserve some explanation with regard to conflict management strategies adopted by managers and their immediate superiors on job related matters. As seen from the design of analysis, the study attempts to take into account two hierarchical levels of organization. In the first level analysis, data on conflict management strategies are used in conjunction with the managerial leadership behaviour; in the second level analysis, data on managerial leadership are used in conjunction with conflict management strategies adopted by superior managers (as perceived by subordinate managers) and, finally, data on the peer leadership behaviour are used alongwith conflict management strategies at the same level and at the level of the superiors. This kind of an approach is fully justified on the grounds that conflict management always requires a group or a party to the conflict with which conflicts are to be resolved. Conflicts can never arise or be resolved in isolation. It is a problem which emerges in a group task, requiring mutuality and interdependence.
Thus, as a whole, our findings indicate that forcing and accommodating others are the only two conflict management strategies which have been predicted well by managerial leadership behaviour. On the other hand, peer leadership behaviour tends to account for a greater degree of variance in conflict management strategies such as follow rules, accommodating others tone down differences, compromise, and confrontation. In a more specific sense, managerial leadership behaviour is related to conflict management strategies to a lesser extent as compared to several significant relationships which have been found present between peer leadership behaviour and conflict management strategies adopted by the managers and their immediate superiors. As a matter of fact, this trend of relationships requires some explanation as to why managerial leadership behaviour has fewer associations with conflict management strategies adopted at both lower and higher levels of the hierarchy. The only plausible explanation we can afford to give at this stage is that managerial leadership behaviour alone is not enough in resolving conflicts with subordinates. There are certain other important factors in the peer leadership behaviour which seems to play a significant role to make an effective leader.
Some Major Issues
What has been presented in the foregoing discussion provides some tentative answers to questions concerning the relationship behaviour and conflict management strategies. Since the study is exploratory in nature, some of the findings deserve further explanation in the light of the same or similar leadership dimensions. The question to be asked this stage at is: Is it really worthwhile to expect some relationship between leadership behaviour and conflict management strategies adopted by managers? The answer is in the affirmative for it is meaningful to have a leadership framework for explaining the workability of various methods of conflict resolution.
In his managerial position, a leader demonstrates two kinds of group managing orientations : consideration and initiating structure. The first facet demands predominant interpersonal relationship orientation and the second facet requires him to behave in terms of giving overwhelming importance to task and work goals he has before him. Managers tend to utilize either of these orientations or a combination of both to varying degrees depending on the situations they are in. Thus, one thing which is consistently attempted by managers (as leaders) is that of their selection or exercise of an option for a typical method that may tend to maximize goal attainment and minimize the intensity of the conflicting situation.
In a separate attempt analysing conflict management strategies adopted by managers, Mathur and Sayeed (in press) found variations among the methods adopted by managers to deal with a conflicting situation. In other words, managers would try to exercise multiple options in a given setting with varying degrees of emphasis on various methods. However, throughout the above discussion it is implicit that although variations among the methods of conflict resolution do exist, they are not independent of the leadership orientation which managers express in handling group situation. In fact, conflict management strategies are considerably influenced by the leadership orientation.
There is another issue which requires an extended discussion. An effective leader is not only flexible in his leadership style but also in conflict management strategies. Although the present study is not intended to probe into the flexibility of leadership behaviour and conflict management strategies, one may argue that if the leader is able to see his orientation in relation to the methods he intends to adopt for the resolution of conflicts, there is a greater likelihood that he would try to be flexible within a conflicting situation by adopting one or more strategies, and also from one conflicting situation to another. Thus, when a leader tends to adopt more than one method to deal with a conflicting situation he is said to be flexible since his approach is to try different methods which would have been totally avoided by a manager who rigidly applies a particular method and sticks to it over a period of time. As pointed out by Sayeed and Mathur (in press) while using the same sample as used in the present study, flexibility in the application of conflict management methods was quite pronounced and Indian managers showed varying degrees of preferences for all the eight strategies of conflict management and these differences were statistically significant. These results as a whole point out that Indian managers face problems with a style which is quite flexible. Thus, one may hope that flexibility in leadership behaviour and the leadership style of a leader in dealing with a conflicting situation probably give greater advantage to leaders of the industries in tackling explosive situations. Sayeed and Mehta (in press ) report that there is very little relationship between leadership style measured in terms of the LPC scale (Least Preferred Coworker) of Fiedler (1967) and effective conflict management. This finding to some extent supports the present study concerning emergence of fewer relationships between leadership and conflict management. This generalization, however, requires cautious interpretation. The leadership measure used in the present study and as used by Sayeed and Mehta are similar so far as the concept of leadership is concerned. However, they differ in terms.of the measurement technique used. Hence, no relationship in Sayeed and Mehta's study and fewer relationships in the present study may have resulted due to the different foci. Where Fiedler's model is used, it is taken more as one's description of leadership style while Bowers and Seashore (1966) prefer to present their model as behavioural phenomena, commonly described as consideration and initiating structure. As the LPC scale is primarily intended to measure interpersonal styles in getting things done through people, the effectiveness of LPC is, therefore, dependent upon a number of factors such as task structure, leader-member relations, and position and power which are part of the managerial environment. In view of the potential impact of these factors on the effectiveness of managerial leadership, one may say that the relationship may have been suppressed completely in one instance and fewer relationships emerged in another. It is also possible that the present findings may have probably emerged because in one instance application of conflict management strategies is at the level of managers, while organizational health dimension of conflict management yielded data at supervisory and nonsupervisory work group levels. 
